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Proving our strategic value – what can we do to convince our 
business leaders?

Strategic HR Business Partnering:
Delivering business impact, building business confidence

As an HR professional, you want to feel that what you are doing is making a difference; that your time is 
well spent and people value your contribution.

However, as a group, we’re fighting against a tide of business leader opinion that maintains that most 
of us don’t add real strategic value to the companies and organisations that employ us. That’s pretty 
devastating isn’t it?

It’s clear that organisations cannot survive without capable people performing 
well within a healthy organisational culture. And that’s our job. So why are we so 
undervalued by our business leaders as strategic partners?

What is even more worrying is that CIPD research1 shows that we think we have a closer 
strategic relationship with our business leaders than they do.

This research found that business leaders returned lower ratings than HR leaders 
across a number of strategic areas, including:

These are sobering findings – and the research is well worth a look.

 y The extent senior HR people are involved in business strategy

 y That the HR leader is a trusted advisor to the CEO and Board

 y That HR debates and challenges organisational issues with sound reasoning

 y That HR works collaboratively with stakeholders to drive organisational value

Too often we see 
business partnering 

introduced with only a 
change of title and HR 
structure. This leads to 
HR teams becoming 
overwhelmed with 
process and frustrated 
with business managers 
who are unsure of how to 
get the most out of 
the new system.
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Too often we see business 
partnering introduced with 
only a change of title and HR 
structure.

Is strategic business partnering the 
answer to this problem?
Before discussing if strategic business partnering is the answer, it’s worth taking a 
moment to think about what HR strategic business partners (HRBPs) actually do.

We think that HRBPs successfully identify, prioritise and implement people-centred 
interventions that affect their organisation’s results. So, as business success is seen 
and delivered, their contribution is recognised.

This helps HR be re-positioned as an indispensable function, with tangible strategic 
benefit to organisational success.

Too often we see business partnering 
introduced with only a change of title 
and HR structure. This leads to HR 
teams becoming overwhelmed with 
process and frustrated with business 
managers who are unsure of how to get 
the most out of the new system.

But you can help business partnering 
deliver on its promise. You can help other 
functions see that with your insightful 
understanding, considered choice of 
HR intervention and optimisation of 
people performance; HR can have a real 
influence on business success.

How? By borrowing from the wise words 
of Covey2 and beginning with the end 
in mind. Think about what you will see 
when an HRBP is successful, and what 
results can be achieved.

To implement true HR business 
partnership, and to be an effective HRBP 
your team will need a sophisticated 
blend of skills and capabilities, spanning 
IQ and EQ.

They’ll need a blend of analytical and 
cognitive capabilities helped along 
by a tool kit to apply in practice. This 
will go hand in hand with high calibre 
interpersonal skills, credibility, the ability 
to influence, and active, intelligent and 
responsive dialogue with stakeholders. 

Reading this, you can see why the skill 
sets a business partner needs are often 
referred to as consulting skills.

Being an HR business partner is about 
identifying what blend of people activity, 
across the employee lifecycle, will 
convert through the magic of on-thejob 
behaviours and performance to impact 
business outcome. Crucially, it is about 
persuading the business to wholly 
support, resource and embrace HR’s 
recommendations. Little wonder it’s so 
hard! But where you begin is by helping 
your HRBPs build the mind and skill set 
to bring this to life.

Make sure your HRBPs know that they 
are especially valuable as they offer 
in-depth knowledge of HR, OD, ER, and 
Occupational Psychology; the whole kit 
and caboodle.

How can we achieve true business 
partnership?

The skills your HRBPs will need Develop HRBPs and give their 
(and your!) careers a boost

Is strategic business partnering 
the answer to this problem?

What skills 
will HRBPs need?

How can we achieve 
true business partnership?

How do we assess the 
capabilities of our HRBPs?

Crucially, it is about 
persuading the 

business to wholly support, 
resource and embrace HR’s 
recommendations.
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Assess your HRBPs 
– the first step to 
success
To the right you will find our perspective 
on the capabilities of a successful HR 
business partner. When your HRBPs 
go through the assessment, please 
ensure they bear in mind the difference 
that may exist between business 
leaders’ perspectives of the HR function 
contribution and their own.

Your HRBPs can share the information 
with their own line managers and ask for 
their perspectives and feedback. This is 
a great informal 360 opportunity which 
will build confidence and determination 
to succeed.

BUSINESS FOCUS

VISIBILITY AND PROFILE

STRATEGIC PERSPECTIVE OF PEOPLE ISSUES

PARTNERING RELATIONSHIPS

KNOWLEDGE OF THE FIELD OF HR

DELIVERY OF OUTCOMES

INTEGRATION WITHIN THE HR TEAM

Awareness and understanding of:

 y Your organisation’s overall business direction, needs and priorities

 y The needs and priorities of the business areas for which you are the business 
partner

How well known you are:

 y Across the organisation

 y Across the business areas for which you are a business partner

Identifies and works on the people priorities:

 y Most relevant to your organisation’s overall strategic needs

 y That most impact the success of the business areas for which you are a 
business partner

 y Extent and quality of relationships of trust and involvement

 y Level of influence on strategic and operational matters

 y Currency of HR professional knowledge and latest thinking

 y Timely and effective delivery of work that meets expectations

 y Involvement of stakeholders and champions in design and delivery of solutions 
and projects

 y Extent and quality of working relationships across all areas of HR and related 
people functions in your organisation
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To implement true HR 
business partnership, and 
to be an effective HRBP 
your team will need a 
sophisticated blend of skills 
and capabilities, spanning IQ 
and EQ.
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